and the de jure and de facto discrimination against ex-offenders combine to create the prospect of a permanent underclass of ex-offenders who are excluded from the legitimate economy and are funneled into a cycle of additional criminality and imprisonment."
5
One of the most punitive collateral consequences of conviction is the impact of a criminal record on the likelihood of securing employment.
6 Research on the relationship between employment and reentry consistently demonstrates that employment is correlated with lower rates of reoffending and therefore with successful reentry.
7 However, ex-offenders face tremendous challenges in finding adequate employment, 8 including the increased use of criminal background checks in hiring decisions.
9 A survey conducted by the Society for Human Resource Management found that nearly ninety percent of surveyed organizations reported conducting criminal background checks on at least some job candidates, and nearly seventy percent reported conducting criminal background checks on all job candidates.
10 The large number of Americans with criminal histories combined with the high prevalence of employer background checks has the effect of excluding many individuals from legitimate employment. Empirical studies using various designs have consistently found that employers are less likely to hire individuals who have criminal records. 12 Between 2009 and 2014, forty-one states and the District of Columbia enacted legislation to ease the harsh effects of a criminal conviction.
13 Several states passed laws expanding or strengthening pardon relief, expungement relief, or both, most commonly by extending the availability of such relief, clarifying its effects, reducing waiting periods, and altering the burden of proof required to obtain it.
14 Although pardons and expungements can be effective tools for mitigating the burden of collateral consequences, the process can be lengthy, expensive, and cumbersome for ex-offenders to navigate. One new and innovative mechanism for relieving collateral consequences is the certificate of relief (also known as the certificate of recovery or the certificate of qualification for employment), which is meant to avoid the shortcomings of pardons and expungement.
16 Certificates of relief are intended to demonstrate that ex-offenders have been rehabilitated, while stopping short of sealing the applicants' records. These certificates demonstrate rehabilitation for an exoffender when he or she satisfies the statutory requirements, such as a waiting period or requirements relating to individual need and community safety.
17
These certificates aid ex-offenders in their employment searches because, depending on the statute, such mechanisms may remove automatic licensing bars for those with criminal records, 18 offer a stamp of good character from a court,
19
or protect employers who hire ex-offenders from negligent hiring claims. 20 Recent research on these certificates demonstrates both the potential benefits of such mechanisms and the difficulty of uniform implementation.
21 However, the previous studies were qualitative in nature and focused on perceptions of the certificates.
22 While these studies can provide valuable insight, they supply limited information regarding causality. When Ohio created its Certificate of Qualification for Employment (CQE) with Ohio Senate Bill 337, 23 effective Septem- ber 28, 2012, it provided an excellent research opportunity. 24 The objective of the present study is to empirically examine the impact of Ohio's CQE.
Methodology
To test the effectiveness of Ohio's CQE, the present study used an experimental design, which is the gold standard for determining causal inference.
25
Using an experimental-correspondence approach, which relies on sending fictitious resumes to employers, we created three sets of resumes with identical names (in this case, Matthew O'Brien), 26 educational backgrounds, employment experiences, and key skills. Because nearly ninety percent of state prisoners have an educational attainment of at most a high school diploma or its equivalent, 27 each applicant listed a high school diploma as his highest level of educational attainment. Given the dearth of evidence on the work histories of inmates prior to incarceration, we chose to assign favorable and consistent work histories to the fictitious applicants.
28 Each resume included past employment in manufacturing, sales or customer service, and entry-level restaurant work.
The only difference between the applications was whether an affirmative statement regarding a criminal record accompanied the resume, and if so, what type of criminal record the affirmative statement indicated. Like Pager and colleagues, 29 we chose to focus on the impact of a drug-related criminal record on employment opportunities. Sets of resumes were created with, and assigned to, three possible self-disclosed criminal histories: (1) a one-year-old felony drug conviction, (2) a one-year-old felony drug conviction with a certificate of qualification for employment, and (3) as the control group, no self-disclosure of a criminal record. The resumes containing these experimental treatments were then randomly assigned to a random sample of potential employers. of Columbus, Ohio, and were posted within the preceding two weeks. 37 From that weekly population list, the first author randomly drew thirty-two employers for random assignment to one of the resume types. A total of 320 resumes were submitted to 320 employment postings over the data-collection period. One employer contacted the fictional applicant to report the job had already been filled. That application was excluded from the analysis, 38 which resulted in a final sample size of 319 job applications. To measure employer response, the first author monitored an email account that was registered to Matthew O'Brien 39 and a voicemail that used the default, anonymous greeting. Responses were recorded as positive when fictional applicants received an interview invitation or an offer of employment.
Results
The sample of jobs in this study is presented in Table 1 . For descriptive purposes, we created eight categories of the entry-level jobs. The categories were administrative/clerical, customer service, restaurant/grocery, sales, driving, warehouse/shipping, manufacturing, and general labor. The categories are comparable to those in previous studies, 41 and the distribution of jobs in the sample matches the general distribution of sought positions at the Ohio reentry facility observed by the first author. Figure 1 compares positive outcomes of employment decisions (interview invitations or job offers) of equally qualified fictional applicants with no disclosed criminal record, a one-year-old felony drug conviction, and a one-yearold felony drug conviction with a CQE. It is useful to first compare applicants with a clean background to those with a one-year-old felony drug conviction and no certificate. As illustrated in Figure 1 , a criminal record has a large and significant effect on employment opportunities, with nearly thirty percent of applicants without criminal records receiving interview invitations or offers of employment, compared to fewer than ten percent of applicants who disclosed recent felony drug convictions without a CQE. Thus, the proportion of applicants with criminal records who received interview invitations or job offers was more than sixty-six percent lower than the proportion of their equally qualified counterparts with clean records. These results demonstrate that a criminal record greatly limits employment opportunities during this crucial initial stage of the employment process. 
44.
To test the robustness of our results, we also used a model specified with an inverse probability weights estimator and robust standard errors. This model also controlled for job type. The results from this approach confirm the point estimates and confidence intervals presented in Figure 1 . The results were as follows. The potential outcome mean (predicted probability of a positive callback response) for the "no criminal record" group was 28.98% (with a confidence interval bound of +/-8.6%). The potential outcome mean (predicted probability of a positive callback response) for the "one-year-old felony" group was 9.77% (with a confi- Our primary research question involves the ability of Ohio's CQEs to alleviate the employment-related collateral consequences of conviction illustrated above. As Figure 1 indicates, CQEs appear to offer a great benefit to job seekers with criminal records. Although a slightly higher proportion of applicants with clean backgrounds received interview invitations or job offers than did those with one-year-old felonies and CQEs, this difference does not reach statistical significance. In other words, there is no evidence to suggest that individuals with CQEs fare any worse on the job market than do those with clean backgrounds. Further, for individuals with a one-year-old felony drug conviction, this study suggests that obtaining a CQE may increase the likelihood of receiving an interview invitation or job offer threefold. Taken together, these promising results suggest that the stigma of a recent felony drug conviction as it relates to hiring decisions may be alleviated for those who receive CQEs, and that employers in Ohio's entry-level job market are open to considering hiring certificate holders.
Discussion and Conclusion
The present study offers an important first step toward understanding the efficacy of one possible employment-related collateral consequence relief mechanism. Our findings indicate that these certificates have tangible benefits to employment seekers possessing criminal records. When applying for jobs that did not explicitly bar applicants with criminal records, ex-offenders holding certificates received nearly three times as many interview invitations or job offers as did those with equivalent criminal records and qualifications and no CQE. Such a finding should be encouraging for jurisdictions that have enacted similar statdence interval bound of +/-5.76%). The potential outcome mean (predicted probability of a positive callback response) for the "one-year-old felony with Certificate of Qualification for Employment" group was 25.64% (with a confidence interval bound of +/-8.16%).
45. Recall that one case was excluded because the employer reported that the position had been filled. Because the employer response to this resume, which contained no self-disclosure of a criminal record, could not be determined, we tested how the results presented in Figure 1 may have been impacted had there been a positive or negative response to the resume by analyzing the results of the study (1) assuming that the missing case received a positive response and (2) 
51.
The impact of gender on the effectiveness of certificates of relief is also an area worth studying. While studies focusing on female ex-offenders have found little impact of a criminal record on employment outcomes, see supra note 11, one should not conclude that certificates of relief are necessarily more beneficial for male ex-offenders. First, there are very few studies examining the impact of a criminal record on employment outcomes for female ex-offenders. While initial findings indicate that female ex-offenders suffer little from criminal record stigma 2016
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Finally, research is needed to determine the practical availability of such mechanisms. For instance, do eligible ex-offenders know that such mechanisms exist in their jurisdictions? Are ex-offenders able to navigate the legal process in order to be granted certificates? Can ex-offenders afford the fees associated with such a legal process? These questions must be answered before such mechanisms can truly be seen as practical tools to reduce employment discrimination and increase the civil rights of ex-offenders. In the end, such tools are only likely to reduce discrimination based upon criminal records, not to eliminate it entirely. Perhaps the only way to eliminate such discrimination would be to implement "ban-the-box" policies and prohibit employment decisions based on criminal records unless related to the job position.
52
In summary, various studies have recognized the important link between employment and successful reentry. However, research also shows the harsh effects of criminal-record stigma on employment outcomes, making successful reentry extremely difficult. The present study suggests that certificates of relief may be an effective avenue for reducing the stigma of a criminal record for exoffenders seeking employment. While the results are encouraging, future research is needed in order to determine the full utility of these certificates.
in employment outcomes, replication is needed to ensure that such results are robust. Second, as in the present study, the previous studies focusing on female exoffenders dealt with the general stigma of a criminal record. Certificates of relief are only partially designed to combat such stigma. They may also provide specific benefits such as removing automatic licensing restrictions, see supra note 18 and accompanying text. Therefore, while such certificates may not be as useful to female ex-offenders for reducing stigma for general employment purposes, they could still be effective in removing automatic licensing restrictions or in providing other benefits specified by the relevant statute. 
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